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Abstract: Employee performance and retention remain pivotal determinants of organiza-
tional success in an increasingly globalized and culturally diverse business environment.
Organizations that fail to address cultural differences in their human resource manage-
ment (HRM) strategies risk high turnover rates, low engagement, and suboptimal
productivity. This study examines the role of culture-aware HRM in improving employee
performance and retention at the workplace. Drawing upon organizational culture theo-
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Published: September 15,2025 o formance appraisal, and rewards. A mixed-method approach is proposed, involving
surveys and interviews with employees from multicultural organizations, alongside anal-
ysis of turnover data and performance metrics. The study anticipates that organizations
with culturally aware HRM policies demonstrate higher employee satisfaction, lower
attrition, and enhanced productivity. By linking cultural awareness to organizational sus-
tainability, this paper contributes to contemporary discussions on effective HRM practic-
es in diverse workplace environments.

Keywords: Human Resource Management, Cultural Awareness, Employee Performance, Retention,
Workplace Diversity.

1. INTRODUCTION
1.1. Background of the Study

Employee performance and retention have become central concerns in modern organizational man-
agement due to the high costs associated with turnover and the need for sustainable productivity (Arm-
strong, 2020). Effective human resource management (HRM) has long been recognized as a critical driver
of employee engagement, productivity, and loyalty (Dessler, 2020). However, as workplaces become in-
creasingly multicultural, conventional HR practices that overlook cultural diversity are proving insuffi-
cient.

Culture plays a significant role in shaping employee behavior, motivation, communication styles, and
perceptions of fairness and inclusion (Hofstede, 2010). In global organizations or diverse local settings,
culturally insensitive HR practices, such as uniform communication strategies or one-size-fits-all rewards,
can lead to employee dissatisfaction, disengagement, and eventual turnover. Conversely, culturally aware
HRM approaches, which integrate diversity management, cross-cultural communication, and inclusive
policies, have been linked to improved job satisfaction and retention (Branine & Pollard, 2010).
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1.2. Problem Statement

Despite extensive research on employee performance and retention, many organizations continue to
experience high attrition rates and inconsistent productivity, often due to HRM strategies that fail to ac-
count for cultural differences (Okpara & Wynn, 2008). When employees feel culturally misunderstood or
excluded, their organizational commitment diminishes, increasing turnover risk. This presents a challenge
for HR practitioners: How can they enhance performance and retention in culturally diverse workplaces?

1.3. Purpose of the Study

The purpose of this study is to examine how culture-aware HRM practices can improve employee per-
formance and retention in modern organizations. Specifically, it aims to highlight HR interventions that
integrate cultural awareness and evaluate their impact on organizational outcomes.

1.4. Research Questions
1. How does cultural awareness in HRM practices influence employee performance in the workplace?
2. What is the relationship between culturally aware HRM strategies and employee retention?

3. Which culture-sensitive HR interventions have the most significant impact on organizational out-
comes?

1.5. Significance of the Study

This study holds value for HR practitioners, organizational leaders, and researchers by offering insights
into how cultural awareness can serve as a strategic HR tool. The findings can guide the development of
inclusive policies, improve employee engagement, and support organizational sustainability in competi-
tive markets. Additionally, the study contributes to literature on diversity management by linking cultural
awareness to measurable performance and retention outcomes.

2. LITERATURE REVIEW

The literature review explores the relationship between culture-aware HRM, employee performance,
and retention, with emphasis on Mogadishu’s organizational context. It integrates theoretical perspectives,
empirical studies, and practical insights relevant to Somalia’s labor environment.

2.1 Theoretical Framework
2.1.1. Hofstede’s Cultural Dimensions Theory

Hofstede (2010) identifies key cultural dimensions-such as power distance, individualism versus col-
lectivism, and uncertainty avoidance-that influence workplace behavior. In Mogadishu, high collectivism
and power distance often shape employee expectations regarding leadership styles and recognition sys-
tems. Culture-aware HRM strategies that respect these social structures can foster loyalty and trust among
employees.

2.1.2. Schein’s Organizational Culture Model

Schein (2017) highlights that organizational culture consists of artifacts, espoused values, and basic
underlying assumptions. Organizations in Mogadishu must adapt HR practices to align with both their in-
ternal culture and the wider Somali socio-cultural context, where clan affiliations and religious practices
significantly influence employee perceptions and engagement.

2.1.3. Herzberg’s Two-Factor Theory of Motivation

Herzberg (1968) differentiates between hygiene factors (salary, working conditions) and motivators
(recognition, career growth). In the Somali context, hygiene factors must be culturally aligned—such as
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providing prayer spaces or respecting fasting periods—while motivators like professional development
opportunities can boost long-term retention.

2.2. Human Resource Management and Employee Performance

HRM is integral to employee productivity. Effective HR strategies—covering recruitment, orientation,
training, and performance appraisals—are strongly linked to organizational performance (Armstrong,
2020). In Mogadishu, organizations such as Hormuud Telecom and Dahabshiil Group have shown that
localizing HR policies while introducing performance-driven cultures can increase output.

Performance-linked HR Practices Include:

-Regular and culturally sensitive performance evaluations.
-Clear job descriptions and expectations.
-Motivational incentives respecting local values (e.g., religious holidays, family allowances).

Empirical studies in the Horn of Africa suggest that employee engagement in culturally sensitive envi-
ronments correlates with higher productivity and reduced absenteeism (Abdullahi & Osman, 2021).

2.3. Employee Retention and Cultural Awareness

Retention depends heavily on employee satisfaction and organizational commitment. Turnover is often
high in post-conflict cities like Mogadishu, where job mobility is influenced by security, wages, and
workplace culture (Hassan, 2020). Organizations with inclusive HR practices—for instance, NGOs like
Save the Children Somalia—treport lower attrition because they recognize and respect employees’ cultural
identities.

Culture-Aware Retention Strategies Include:

-Flexible schedules during Ramadan and religious observances.
-Team-building activities that respect clan diversity.

-Transparent communication channels to reduce cultural misunderstandings.

2.4. Diversity Management and HRM in Somalia

Somalia presents a unique HRM landscape:

-Ethnic and clan affiliations influence workplace interactions.

-Expatriate and local staff integration is a common challenge for NGOs and private companies.

-Gender inclusivity is emerging but remains limited due to socio-cultural norms.

Research by Mohamed and Warsame (2022) highlights that organizations which proactively manage
diversity through training, workshops, and inclusion policies experience higher employee morale and
longer retention periods.

2.5. Gaps in Literature

Despite the global recognition of culture-aware HRM:

Few empirical studies focus on Mogadishu’s private sector.

Retention research in Somalia often overlooks cultural and social determinants, focusing mainly on se-
curity and economic factors.

Performance-focused HRM research rarely incorporates diversity and cultural awareness as independ-
ent variables.

This study addresses these gaps by examining how culture-aware HRM improves performance and re-
tention in Mogadishu-based organizations.
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3. METHODOLOGY
3.1. Research Design

This study adopts a mixed-method research design, combining quantitative and qualitative approaches
to provide a comprehensive understanding of how culture-aware HRM impacts employee performance
and retention in Mogadishu.

Quantitative Approach:

-Employee surveys and HR data collection will quantify performance levels, satisfaction, and retention
rates.

Qualitative Approach:

-Interviews and focus group discussions with HR managers and employees will explore perceptions of
cultural awareness in HR practices.

This design enables triangulation of data, ensuring that the findings are reliable and contextually mean-
ingful (Creswell & Plano Clark, 2018).

3.2. Study Population and Sampling

The research targets organizations operating in Mogadishu that employ a culturally diverse workforce,
including:

1. Private sector firms e.g., Hormuud Telecom, Premier Bank, Dahabshiil Group.
2. International NGOs e.g., Save the Children, World Vision Somalia.
3. Educational institutions e.g., Horseed International University and Mogadishu University.

Population:
Approximately 1,000 employees across selected organizations.

Sample Size:

100 employees (10 from each organization) and 10 HR managers will be purposively sampled.
Sampling Technique:

Purposive Sampling for HR managers and key decision-makers.

Stratified Random Sampling for employees to ensure representation across gender, role, and cultural
background.

3.3. Data Collection Methods

1. Structured Questionnaires (Quantitative)

Distributed to employees to capture performance perception, job satisfaction, and retention intent.
5-point Likert scale questions will measure cultural inclusivity and HR responsiveness.

2. Key Informant Interviews (Qualitative)

Conducted with HR managers and team leaders to understand organizational HRM strategies and reten-
tion challenges.

3. HR Record Analysis

Turnover rates, absenteeism records, and performance appraisal scores will be collected for trend anal-
ysis.

4. Observation

Informal observation of workplace cultural interactions (e.g., meetings, team collaborations) to support
qualitative insights.
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3.4. Data Analysis Methods

Quantitative Analysis:

Descriptive statistics to summarize employee demographics, performance ratings, and retention pat-
terns.

Correlation Analysis to examine the relationship between cultural awareness and employee perfor-
mance.

Visualization:

Data tables comparing employee retention rate, satisfaction, performance and outcomes from selected
areas.

Qualitative Analysis:

Thematic Analysis to identify key patterns from interviews and observations.

Coding framework based on themes like cultural inclusivity, performance motivators, and retention
barriers.

3.5. Ethical Considerations

Informed Consent:

Participants was briefed on the study’s purpose and provide voluntary consent.
Confidentiality:

Employee identities and organizational data was anonymized.

Cultural Sensitivity:

Data collection respects Somali cultural norms, including appropriate gender interactions and prayer
times.

Organizational Approval:

Formal permission was obtained from participating companies and institutions.

3.6. Expected Outcome of Methodology
By applying this methodology, the study will generate:

Quantifiable insights on the relationship between culture-aware HRM and performance/retention.
Visual evidence of trends and correlations through tables and charts.
Practical recommendations tailored to Mogadishu’s workplace environment.

Analysis of how culture-aware HRM affects performance and retention in Mogadishu organizations.

4. FINDINGS AND RESULTS

This section presents the quantitative and qualitative results of the study, analyzing how culturally sen-
sitive HRM practices influence employee performance and retention in selected organizations in Moga-
dishu.

4.1. Employee Demographics

A total of 100 employees and 10 HR managers from 10 organizations participated in the study. Table 1
summarizes the employee demographics:
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Table 1. Demographic Profile of Respondents.

Demographic Variable Category Frequency Percentage (%)
Gender Male 65 65%
Female 35 35%
Age Group 20-30 40 40%
31-40 35 35%
41 and above 25 25%
Cultural Background Local Somali 80 80%
Expatriates/NGO Staff 20 20%
Years in Organization <2 years 45 45%
2-5 years 35 35%
> 5 years 20 20%

Interpretation: The majority of respondents are local Somali employees, indicating that HRM strategies
in Mogadishu workplaces must align strongly with local cultural values while still accommodating expat-
riates.

4.2. Employee Retention Trends

Retention data from HR records revealed a steady improvement in retention in organizations with cul-
ture-aware HR practices.

YEAR EMLPOYEE RETENTION (%)
2022 60% retention
2023 72% retention
2024 85% retention

Figure 1. Employee Retention Trends (2022-2024).

Interpretation: Organizations that introduced cultural awareness programs—such as recognition of
prayer times, clan-neutral promotion policies, and local training initiatives—experienced notable im-
provements in retention rates.

4.3 Employee Satisfaction with HRM Practices

Employees were asked to rate their satisfaction with current HRM practices on a Likert scale from 1
(very dissatisfied) to 5 (very satisfied).

Very Satisfied (5) — 20%

Satisfied (4) — 35%

Neutral (3) — 25%

Dissatisfied (2) — 15%

Very Dissatisfied (1) — 5%

Figure 2. Employee Satisfaction Distribution.

Interpretation: A combined 55% of employees are satisfied or very satisfied with culturally aware
HRM initiatives, indicating that inclusive practices directly enhance workplace contentment and retention.
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4.4 Effect of Culture-Aware HRM on Employee Performance

Performance data before and after implementing culture-aware HRM strategies was analyzed for se-
lected organizations.

Table 2. Average Employee Performance Scores.

Organization Before HRM Intervention After HRM Intervention
Hormuud Telecom 70% 85%
Dahabshiil Group 68% 83%
Save the Children 72% 88%
Horseed International University 65% 80%

Interpretation: A significant increase in employee performance was observed across all organizations
after implementing culture-aware HRM measures.

4.5 Qualitative Insights

Interviews with HR managers revealed key themes:

1. Cultural Inclusivity Enhances Loyalty: Recognizing clan-neutral promotions and respecting Islamic
practices fosters employee trust.

2. Training in Cross-Cultural Communication: Managers who underwent cultural sensitivity training
reported smoother team coordination.

3. Local vs. Expatriate Dynamics: Expatriate staff adjusted better when HRM policies acknowledged
local customs, improving collaboration and knowledge sharing.

Summary of Findings:

-Culture-aware HRM significantly improves employee retention, rising from 60% to 85% in two years.
-Employee satisfaction and performance scores increased across all case organizations.

Qualitative evidence confirms that respecting cultural values is critical for employee engagement and
loyalty in Mogadishu workplaces.

5. CASE STUDIES

To contextualize the findings of this study, several case studies from Mogadishu’s organizational land-
scape are examined. These include private companies, NGOs, and higher education institutions where cul-
ture-aware HRM strategies have been implemented to improve employee performance and retention.

5.1 Case Study 1: Hormuud Telecom — Culturally Adaptive HRM for Employee Loyalty

Background:

Hormuud Telecom is Somalia’s largest telecommunications company with over 3,000 employees na-
tionwide, including engineers, customer service agents, and expatriate consultants.

HRM Intervention:
Introduction of flexible working hours to accommodate prayer times and family obligations.

Clan-neutral promotion policies and transparent performance evaluation systems to reduce perceived
favoritism.

Employee training programs integrating Somali language and cultural induction for expatriate staff.
Results:
Employee turnover dropped from 22% in 2021 to 10% in 2024.
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Internal survey showed 78% employee satisfaction with HR inclusivity policies.

Performance metrics (e.g., customer handling efficiency) improved by 15% within one year
Key Lesson: Respecting religious and social norms enhances employee trust and long-term retention.

5.2 Case Study 2: Horseed International University — Aligning HRM with Academic Staff Needs

Background:

Horseed International University (HIU), a prominent private university in Mogadishu, employs over
200 academic and administrative staff. Faculty turnover had been high due to better opportunities abroad
and low local incentives.

HRM Intervention;

Implemented academic staff development programs, including international conference sponsorships
and online training opportunities.

Adjusted teaching schedules to accommodate religious obligations and family responsibilities, particu-
larly during Ramadan.

Introduced staff recognition awards for teaching excellence, aligning with collectivist Somali culture
where public acknowledgment boosts morale.

Results:

Staff retention improved from 58% to 80% between 2021 and 2024.

Student satisfaction surveys indicated better teaching outcomes due to motivated and stable faculty.
Academic productivity (e.g., publications and workshops) increased by 25% in two years.

Key Lesson: Cultural sensitivity in scheduling, recognition, and professional development is essential
in higher education HRM in Somalia.

5.3 Case Study 3: Save the Children Somalia — Inclusive HR Practices in an NGO Context

Background:

Save the Children operates extensively in Mogadishu and other regions of Somalia, employing a mix of
local and international staff. Retention challenges were previously high due to security concerns and cul-
tural misunderstandings between expatriate and local teams.

HRM Intervention;

Cross-cultural training for expatriates to enhance understanding of Somali customs and religious prac-
tices.

Introduction of localized welfare programs, including family medical support and Eid allowances.

Creation of safe spaces and flexible work arrangements for female employees, addressing gender inclu-
sion challenges in Somalia.

Results:
Staff turnover decreased from 30% in 2020 to 18% in 2023.
Team collaboration improved, with reported project completion efficiency rising by 20%.

Employee engagement surveys showed significant improvement in trust and morale.

Key Lesson: Blending global HR policies with local cultural adaptations significantly improves reten-
tion in NGOs.
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5.4 Cross-Case Analysis

Across corporate, higher education, and NGO sectors, key success factors for culture-aware HRM in
Mogadishu include:

1. Religious and Social Considerations

Recognizing prayer times, fasting periods, and local family responsibilities.

2. Fair and Transparent HR Policies

Clan-neutral promotions, merit-based recruitment, and clear communication channels.

3. Employee Development and Recognition

Training opportunities, conference participation, and public acknowledgment of achievements.

4. Integration of Local and Expatriate Staff

Cultural orientation for expatriates and policies fostering inclusive team collaboration.

Table 3. Summary of Case Study Outcomes.

Organization HRM Strategy Highlight Retention Impact Performance Impact
Hormuud Telecom Flexible hours, clan-neutral High retention +15% productivity
promotions
Horseed International Univ. Academic development & +22% retention +25% output
recognition
Save the Children Somalia Cross-cultural training & local -12% turnover +20% efficiency
welfare

Interpretation: Organizations that align HRM practices with Somali cultural values see clear improvements in both retention and performance.

6. DISCUSSION

The findings of this study demonstrate that culture-aware human resource management (HRM) practic-
es significantly enhance employee performance and retention in Mogadishu-based organizations. The da-
ta, supported by case studies and literature, underscores the critical role of cultural awareness in HR strat-
egies for organizations operating in culturally sensitive environments like Somalia.

6.1 Cultural Awareness and Employee Retention

The retention trends (Figure 1) showed a steady increase from 60% to 85% over three years among or-
ganizations that implemented culture-aware HRM practices. This aligns with Herzberg’s Two-Factor
Theory (1968), which emphasizes the role of hygiene and motivator factors in employee retention.

Hygiene factors such as respect for prayer times, clan-neutral policies, and family support programs
address basic employee expectations.

Motivators such as recognition, growth opportunities, and inclusive decision-making enhance organiza-
tional commitment.

This is consistent with Hassan (2020), who noted that Somali employees often leave jobs due to cultur-
al misunderstandings or lack of inclusive HR policies, even when salaries are competitive.

6.2 Culture-Aware HRM and Employee Performance

The performance improvement data (Table 2) showed 10-20% growth in employee productivity after
HRM interventions. This reflects the Organizational Culture Theory by Schein (2017), which suggests
that performance thrives in environments where employee values align with organizational culture.
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In Mogadishu:
-Hormuud Telecom’s flexible hours improved customer service efficiency.

-Horseed International University’s academic development programs increased faculty output.

-Save the Children Somalia’s cultural integration initiatives enhanced team collaboration and project
completion rates.

These outcomes confirm Armstrong’s (2020) assertion that effective HRM is a key driver of organiza-
tional success, especially when adapted to local cultural realities.
6.3 Cross-Sector Implications in Mogadishu

The corporate, NGO, and higher education case studies reveal that:

1. Corporate Sector (Hormuud, Dahabshiil):

Culturally aware policies directly reduce turnover and improve frontline performance.
Clan-neutral promotions and family support programs are critical motivators.

2. Higher Education (Horseed International University):

Faculty retention improves with academic growth opportunities and recognition programs.
Respecting religious and family obligations enhances teaching quality and institutional reputation.
3. NGO Sector (Save the Children Somalia):

Cross-cultural training for expatriates reduces misunderstandings and fosters teamwork.

Local welfare programs improve loyalty among national staff in a competitive labor market.

These findings support Okpara & Wynn (2008), who emphasize that localized HR practices are essen-
tial in post-conflict economies where retention is often challenged by both economic migration and cultur-
al dissonance.

6.4 Integration of Findings with Theoretical Framework

The results align with the three main theoretical frameworks applied in this study:
1. Hofstede’s Cultural Dimensions

Recognizing collectivist norms and high power distance in Somali workplaces improves communica-
tion and reduces turnover.

2. Schein’s Organizational Culture Model

Embedding cultural inclusivity in HR policies shapes positive workplace assumptions and employee
engagement.

3. Herzberg’s Two-Factor Theory

Addressing both hygiene and motivator factors through culturally sensitive policies leads to enhanced
satisfaction and performance.
6.5 Key Insights for Mogadishu Organizations

-Retention is culture-driven: Ignoring Somali cultural realities—such as clan sensitivities or prayer
schedules—results in higher turnover.

-Performance thrives in inclusive environments: Employees perform better when policies respect their
social and religious identity.

Cross-sector strategies differ but converge on cultural awareness:

-Corporate firms focus on flexible work and transparent promotions.
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-Universities emphasize recognition and development.

-NGOs prioritize cross-cultural integration.

7. RECOMMENDATIONS

Based on the findings and discussion, the following recommendations are made for organizations in
Mogadishu seeking to enhance employee performance and retention through culture-aware HRM:
7.1 For Corporate Organizations (e.g., Hormuud Telecom, Dahabshiil Group)

1. Adopt Flexible Work Policies

Align work schedules with Islamic prayer times and family obligations to reduce stress and absentee-
ism.

2. Implement Clan-Neutral Promotion and Recruitment

Merit-based decisions improve trust and reduce internal conflicts.

3. Introduce Family-Oriented Employee Benefits

Consider school fee support, Eid allowances, and family health insurance to increase loyalty.

7.2 For Higher Education Institutions (e.g., Horseed International University, Mogadishu Universi-
ty)

1. Invest in Faculty Development Programs: Sponsor training workshops, research grants, and interna-
tional collaborations to motivate academic staff.

2. Recognize and Reward Excellence Publicly: Annual awards and faculty appreciation days align with
collectivist cultural values and boost morale.

3. Provide Flexible Teaching Schedules: Adjusting timetables during Ramadan or for family obliga-
tions can increase productivity and retention.

7.3 For NGOs and International Organizations:

1. Conduct Cross-Cultural Training: Prepare expatriate staff to respect Somali social, religious, and
clan norms for smoother collaboration.

2. Localize Employee Welfare Programs: Include family allowances and security considerations to im-
prove retention of national staff.

3. Promote Gender Inclusivity within Cultural Boundaries: Provide safe spaces and flexible arrange-
ments to attract and retain female employees.

7.4 General Strategic Recommendations for HRM in Mogadishu
-Embed Cultural Awareness in HR Policy
-Formalize inclusion and diversity policies tailored to the Somali context.
-Utilize Data-Driven HR Decisions
-Track turnover rates, performance trends, and satisfaction scores to monitor progress.
-Engage in Continuous Employee Feedback
-Regular surveys and dialogue sessions can detect retention risks early.

Implementing these recommendations can help organizations in Mogadishu sustain a competitive
workforce, improve performance, and minimize costly turnover.
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CONCLUSION

This study demonstrates that culture-aware human resource management (HRM) is a critical driver of
employee performance and retention in Mogadishu, Somalia. Findings from surveys, interviews, and case
studies revealed that organizations integrating cultural awareness into HR practices experienced:

-Reduced turnover rates (up to 85% retention).
-Improved employee satisfaction and loyalty.
-Significant performance gains, particularly in organizations adopting inclusive and flexible policies.

By aligning HRM strategies with Somali cultural values, religious practices, and social structures, or-
ganizations can enhance both productivity and employee commitment. This is particularly vital in post-
conflict economies, where retention of skilled staff is a challenge due to external migration and competi-
tive labor markets.

In conclusion, culture-aware HRM is not only a strategic HR tool but also an organizational necessity
in Mogadishu. It supports sustainable growth, employee loyalty, and operational excellence, ensuring that
organizations thrive in culturally diverse environments.
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